This paper presents a proposal of the theoretical and contextual foundation of a human techno structural model of managerial competences of dry cargo auto transportation (DPCAT) in Mexico. Firstly, the conceptualization of the state of the art is shown, through the analysis of the theoretical framework in relation to management skills models and, as a second element, an analysis of the contextual framework of applied management skills certification models was shown currently in the DPCAT sector, with the purpose of integrating them into the decision making of managers in the metropolitan area of the state of Hidalgo, in 2016. This also shows the results obtained from the application of a questionnaire that relates to the managerial competencies with the expected performances and the results of this, which base the techno structural approach and its relation to the individual needs of the manager, giving rise to a standardization proposal based on: Leadership, Diagnostics of competences, Installation of competencies, Development of competencies and Enhancement of competences.
Introduction
The present study arises from the express need of companies in the sector of Dry is the ranking proposed as an adequate score (Table 1) .
Training must allow to solve a set of specific problems in order to improve the characteristics inherent to the administration of companies of the DPCAT mobilized goods, grow. In this gap, the development and implementation of specific managerial competency models for the DPCAT is required, since there is lack of a managerial skills model that links the development of such competences with the expected performance of the organization (Cruz, Ortega and Figueroa, 2015; Jiménez and Jiménez, 2016; OSCL, 2016 [5] ; Ortega, 2012 [6] ). This level of performance is more evident in the central zone of Mexico (states of Querétaro, Tlaxcala, Mexico, Hidalgo, Puebla and Mexico City), which is listed as the most economically developed in the country since it contributes with 33.8% of the Gross Domestic Product, which makes a group of companies dedicated to DPCAT converge to move the goods to other regions. Jiménez and Jiménez (2017) , point out that the state of Hidalgo has the highest growth rate of the DPCAT fleet since 2014, due to the increase in the movement of goods generated in the municipalities of Pachuca, Tulancingo and Tula de Allende. This increase is the result of the socioeconomic conformation of the industrial parks of the zone and, also due to the interaction with the borders of other states (Tovar, 2011 [7] ; Cruz, Ortega and Figueroa, 2015) . The metropolitan areas of Pachuca, Tulancingo and Tula de Allende, are located in the borders of the state, which turns them into industrial points, modifying regulations and activities related to the transportation as shown in Figure 1 .
This situation led this project to establish the universe of research by the companies of the DPCAT located in the municipalities of the ZMEH, as can be seen in Table 2 .
Theoretical Framework
The concept of managerial competences by itself, establishes a behavioral These stages do not differ in models that allow certification of directive competencies in the DPCAT, such as the American Production and Inventory Control Society (APICS, 2016) [24] or the Human Resources Professionals Association (Blunt, Bennett, Clark, Taylor-Green & Singh, 2014) [25] ; the proposal of the National Labor Certification Certification System (Chilevalora) [26] ; Inside Careers (2016) [27] ; the Brazilian Classification of Occupations (BCO) or the National Competency System (SNC) (Cruz, Ortega and Figueroa, 2015) . The comparison of models allows to appreciate that, the models of managerial competences are coincident in the application of the phases of diagnosis, implementation and development as well as a general absence of the phase of Enhancement ( Table 3) .
The absence of the application at the level of Enhancement, led this work to relate the expected performance of the manager with the training needs related 
Methodology
In order to analyzing the factors that allow to model the DPCAT directive competences, an empirical work of quantitative order was developed. It integrated a descriptive investigation and a correlational analysis of the interaction of the variables under study (Hernández, aimed to establishing the incidence between managerial competences, performance and their formal processes of standardization as shown in Table 4 . For this, three types of variables were identified, and it was defined that the interaction of management competencies through standardization has an impact on the performance of organizations in the DPCAT sector.
Therefore, the hypothesis of this research established that "there is interaction between managerial competencies and performance through standardization processes, in the Dry Cargo Public Autotransport sector of the metropolitan area of the state of Hidalgo".
In this way, each performance perspective related to the construction of competencies (Schein, 1978 [36] [40] , were defined as shown in Figure 2 .
Therefore, from a theoretical review, an instrument was constructed to evaluate performance in each perspective; batteries were formed with four response It is considered that managerial competences have a positive inference regarding performance.
Independent variable:
Performance
It is considered that the performance generates causes and conditions to the managerial competences. options, which allowed identifying the managers' opinions ( Table 5 ). The items were reviewed through the technique of consult with experts, by a group of three faculty in the area of Industrial Engineering at the Autonomous University of the State of Hidalgo; six of the Logistics and Transportation Engineering area at the Metropolitan University of Pachuca; four DPCAT entrepreneurs in the metropolitan area of the state of Hidalgo, as well as ten specialists from the Scientific Committee of the International Congress in Logistics and Supply Chain (Congreso Internacional de Logística y Cadena de Suministro (CiLOG), (2015) [41] ). After that, a pre-piloting was carried out in order to validate the instrument in twelve companies in the zone of influence (Metropolitan Area of Hidalgo). After that, the reliability of the instrument was analyzed throughout the coefficient Alpha of Cronbrach, obtaining 0.873.
The limits of the study were set as the Metropolitan Zone of the State of Hidalgo (ZMEH), which is organized by the municipalities and zones surrounding Pachuca, Tulancingo and Tula de Allende (Tovar, 2011, Cruz, Ortega and Figueroa, 2015) .
Sixty DPCAT organizations registered in the database of the National Institute of Statistics, Geography and Information Technology (INEGI, 2016) [42] were analyzed (Table 6 ).
Results
The analysis of the variance (ANOVA) was performed through the software MINITAB 15, to determine the decision making tendency in relation to the organizations showed a tendency in making decisions of 0.06 in the interaction with managerial competencies and organizational performance, which allowed the acceptance of the hypothesis with a 95% confidence level as shown in Table   7 .
The analysis of the variables consents to observe a greater development of the dimensions of leadership ( X = 1.94) and performance towards the client ( X = 1.92) in the managerial performance variable; while of the variable managerial competences, the leadership competencies ( X = 1.96) and the competence of the client orientation ( X = 1.96) were higher. The existence of the interaction between managerial competencies and performance was corroborated (Figure 3) .
Among the competences and the performance, a Pearson's moderate correlation of 0.423 was observed, this due to each organization establishes a set of priorities and, this highlights that the techno organizational structure is not planned and is only built according to the needs of the priorities of the moment, according to the intentions and will of the manager.
Thus, the link between competencies and performance is related to the context of each organization, because the needs of customers (capacity requirements, rates, quotations, market management, cargo mobilization, guarantees, termination of contracts and order of service) modify the objectives, ends and organizational goals and, provoke structural redesigns from the content of positions to the communication, retro evaluation and evaluation of their results (performance).
In relation to the expected performance, it was observed that this is not established on the basis of the "Psychological" and "Sociological" approaches, and does not allow identifying the individual needs of the managers and their interference in the techno-structural scheme of the organization. Thus, despites the manager, has a compendium of competences and is the bearer of cognitive thinking, does not design or develop the strategies that allow his team to achieve the delegated goals and objectives.
So, the results shown above, allow to reorient the need to build an organizational redesigning based on the human aspects (individual needs) and the existent organizational techno structure, which must be based on the organization's own context and guide the installation of managerial competencies compliance American Journal of Industrial and Business Management E. C. Aldana et al.
with organizational goals and objectives.
For this, the need to develop the theoretical foundation of a Human Techno
Structural Model (HTSM) of managerial competences is established, which has as purpose, to make changes from techno-structural modifications with a human approach and, whose purpose is the achievement of the objectives, through the linking of managerial competences and performance.
Proposal
The The reason of change of each organization requires exercising a leadership based on the contextualization of the environment, due to the direct interference it has with the types of managerial skills in relation to the actions of the manager through the performance arranged in the target group and goals to be made. The development of three skill groups is proposed:
• Conceptual skill: Once the need of the DPCAT organization has been defined, it must identify the group of skills that will allow the vision to be accomplished; for this purpose, it must determine the type of techno organizational structure that favors the integration and capacity of the organization, integrating a vision group and organizational through cognitive vision.
• Human Skill: Links individual needs, which encourage the own motivations of the manager; oriented as well to psychological and sociological factors, through interpersonal and self-management styles.
• Technical Skill: It is oriented to cover the expectations and needs related to the regulations of the client, through the technical knowledge of transportation, types of cargo, units, local, state and national regulations, among others.
Phase 2. Diagnostic for the development of competences.
The development and analysis of the diagnosis is located in a contextual, technical and human framework, coming out from, first of all, the skills that respond to the needs of managerial competences; they are adhered by reason of the strategic planning of each organization, giving rise as a second element to the expected performance, thus establishing that the type of expected performance will be the one that guides the characterization of managerial competences. The following points are suggested as the minimums to work in its preparation: 1) Develop a strategic planning oriented to the competences of the DPCAT sector and aligned with the mission, vision and organizational values.
2) Develop a diagnostic process of environmental analysis, which allows identifying the reality of the organization of the DPCAT through an internal and external analysis, emphasizing economic, social, political and technological issues as well as competition, customers, market niche, value chain, among others.
3) Preparation of the management skills needs to be installed; through a ranking matrix that identifies the types and times planned to install the group of managerial competences and the way to measure and feedback the expected performance. This provision establishes the way to install the set of managerial competences, as well as the necessary arrangements and, the possible readjustments to the HTSM after the diagnostic plan.
The essential requirements for the installation process of managerial competences, which must be considered: 1) Establish a position profile that allows to approve the attitudes and aptitudes of the manager towards the fulfillment of the performance of his work team and that of his organization.
2) Install an evaluable induction process based on the attitude and aptitude shown in that period of time.
3) Develop the internal rules applicable to the evaluation process of the set of managerial competences through their performance. 4) Install the managerial competences to be developed through a diagnosis of needs, observing "the human behavior system", under the technical, sociological and psychological approaches. Regarding the protection of information for the development of competences, it is suggested that the organization safeguards the applicable documented information as:
1) The accreditation and certification of installed management skills.
2) The update and/or modification of the performance indicators.
3) Diagnosis of training needs programmed for each manager.
4) The records of the results obtained from the performance and the relation of the competences installed and that are about to be installed through a chronogram.
5) The reliability and validity of the work indicators when the performance of the managerial competences is monitored to verify the conformity of the products and/or services.
As well, the training entities for the development of management skills should be based on: 1) Internal providers (knowledge acquired through experience, lessons learned from failures and success stories), endorsed by the organization.
2) External providers (international and national certifiers, official standards). 2) Exclusion or suspension of work of the manager.
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The company must carry out a measurement and analysis of its executives based on the development of their competences, which should include:
1) The degree of satisfaction of the final customer.
2) The conformity of the products and/or services.
3) The effectiveness of competencies in the process.
4) The degree of satisfaction of the goal.
5) The effectiveness of the actions to face the risks and opportunities of the organization.
6) The degree of satisfaction of the individual needs of the manager.
Also, the organization must carry out internal audits in periods agreed by the organization itself, in order to obtain information on the executive's performance in accordance with:
1) The indicators of strategic planning.
2) The requirements of the certifications to which the organization has been submitted. 
Limits of the Proposed Model
The limits to the proposed model are structured from the identification of the purpose of strategic planning in each organization, because the organization itself establishes the relevance of environmental topics of an endogenous and exogenous nature that are relevant to its organizational purpose, which are aligned through the phases of leadership, diagnosis, installation, development and enhancement. All of them are at the level of competences and managerial performances.
The points that denote the limits to the proposed model are the following:
1) The skills and managerial competences are delimited by reason of the orientation to the expected result.
2) The "how" and "must" of the HTSM establish limits because they are set up by a set of minimums to be established, respecting the orientation of each organization based on its organizational purpose.
3) The requirements of managerial skills to be installed within the HTSM of a manager (in functions and/or new income), are oriented to the characterization of the competences to work, by reason of the classification of its area of influence.
4) The readjustments and reinstallations of competencies and managerial performances are guided by the organization itself, in order to achieve the strategic planning.
5) Expected performances should be established on the basis of the "Psychological" and "Sociological" approaches, in order to sensitize the installation process (human nature in the model) and facilitate the establishment of mana-gerial competencies aimed at the expected performance. 6) These how and must can establish features desirable or specific to each organization, which are defined by the characteristics of the performances identified by each organization.
Another element that detonates limits to the proposed model is established by developing the processes that allow modifying and feedback on future projections in organizational strategic planning, through the HTSM cycles, in the enhancement phase.
Likewise, the HTSM is limited by the understanding of the external and internal context when identifying the contextual skills of the leadership phase, due to the ambiguity that may exist for each organization, delimiting the desirable characteristics, which are linked to the limitations each organization could have, at the time of carrying out the proposed HTSM.
Conclusions
The diagnosis made to the managerial competences of the DPCAT sector, allowed to identify that managerial competences impact positively in performance.
However, the degree of inference is in accordance with the degree of standardization, under a methodological process that reorients managerial competencies according to the desired performance in an organization.
It was also identified that each organization grouped a set of competencies for the needs of the organizations and individual managers. In this way, the approach of standardization allows to monitor the results obtained, readjustments and reinstallations of managerial competencies and their performance, in order to achieve the strategic planning of an organization. This development establishes that personal changes (directive) and interference in group changes are accompanied by a cognitive and experiential process that ensures the self-sustaining of HTSM in the organization.
Thus, the systemic reconditioning is based on planned changes, consolidating the process of standardization of competences, allowing modifications and
